The purpose of this research was to document the alleged underrepresentation of African Americans employed in U.S. nonhuman animal welfare organizations. A telephone survey of 32 animal welfare organizations yielded responses from 13 with 1,584 employees. Almost all organizations were reluctant to respond. Of the 13 organizations responding, 62% (N = 8) had no African American employees. African Americans made up 4% (N = 63) of the total number of employees with only 0.8% (N = 12) at the top levels (officials, managers, and professionals). African Americans never made up more than 7% of the employees in their respective organization. This paper discusses a model of, and resources for, successful diversity building in nonprofit organizations.
Although not specifically about employment in animal welfare organizations, research has demonstrated a lack of diversity in activities related to animal welfare. In his survey of 402 animal activists at a rally, Plous (1991) noted that virtually all were White. Also, minorities were under-represented in the animal-related field of veterinary medicine (Elmore, 2003) .
Regarding diversity in nonprofit organizations as a whole, research showed an under-representation of minorities (Arca, 1994; Knowlton, 2001; Lipman, 1999; Ramos, 2004; Sidberry, 2002) . According to Lipman, The Chronicle of Philanthropy collected data on the race, ethnicity, and gender of the five highest paid officials in 154 nonprofit organizations as part of an annual salary survey. At the 154 participating organizations, 92% of the top employees were White; African Americans made up 5.5%; and Hispanics accounted for 1.7% (Lipman) .
The most frequently cited reason for this under-representation of minorities was that nonprofit organizations are not making the systemic changes necessary to achieve and maintain diversity (Arca, 1994; Ramos, 2004; Sidberry, 2002) . Building diversity is complex and long-term. It must come from the top levels of the organizations, including the executive director, the board of directors, and management (Sidberry) . Many nonprofit organizations simply want to fill slots with different identities and continue to do business as usual without making any institutional changes (Arca; Ramos). To make the necessary changes, organizations must face difficult issues such as racism, anger, fear, and lack of trust (Arca; Sidberry). Consequently, many organizations deny that a problem exists (Arca; Ramos).
Because economic hardship has been a way of life for many African Americans in the United States, Tait (2002) (Kellert, 1996) Thus, the proposed reasons appear to be complex and multi-faceted.
Method
The primary investigator telephoned and sent letters to nonprofit, animal welfare institutions requesting a racial breakdown of their employees. These A cover letter explaining the purpose of the study was addressed to the Human Resources Director. All organizations were assured anonymity. The Tuskegee University Institutional Review Board approved this project.
Results
Despite follow-up phone calls to all 32 organizations, the return rate was 41% (N = 13). Two organizations declined to participate. The other 19 agreed to answer the questions but never returned the survey. Some mentioned they were concerned that the results might portray their organization in a negative manner. Despite assurances that the data for each individual organiza-tion would remain anonymous-with only aggregate data published-this poor return rate appeared related to the sensitive nature of this study. The small response rate may mean that the final sample of organizations is weighted more toward those organizations that do have African Americans employed.
This means that even fewer African Americans may be employed in animal welfare than this study shows. (Lipman, 1999) . However, a larger survey that compares animal welfare, nonprofit organizations to nonanimal, nonprofit organizations is needed to test for statistically significant differences. I caution that we cannot generalize a sample of nine individuals to all African Americans. Brown (in press) encouraged further well-controlled research in the field and agreed with Harrison (1998) who said that research on race must control for influencing variables such as gender, religion, socio-economic status, class, and region. Well-controlled research is necessary to understand the complexities of any racial or ethnic group.
Increasing diversity in animal welfare organizations may be important for the same reasons as in other nonprofits. As suggested by Arca (1994) and Ramos (2004) , nonprofit organizations that succeed will be those that understand the needs of the people they serve and reflect the diverse population they serve (Arca; Ramos). Demographic trends show that non-whites will make up a majority of the American population by 2050 (Lipman, 1999) .
Therefore, it appears that increasing diversity is the best strategy for ensuring the continued success of an organization (Ramos) . After years of talking about, planning for, and looking for, ways to manage diversity, it is time for nonprofit organizations to go beyond these discussions and take actions that will result in greater diversity (Ramos) .
Greater diversity is needed in animal welfare for moral, political, and sociological reasons and also because people of color who live with companion animals need a greater voice in decisions that may affect them. Before society imposes additional bioethical standards of care on those who live with companion animals, it is important for all stakeholders-regardless of race, culture, religion, or gender-to have a voice. If African Americans have a perspective different from a vocal majority of Whites and if they remain invisible, they will be vulnerable to the effects of changing laws for which they had no input. Without a strong voice in animal welfare, the potential is great for laws and regulations to pass that are irrelevant to African Americans and even may be detrimental to their guardianship (ownership) of companion animals and the satisfaction that they and their pets might derive from one another.
Fortunately, some resources and models for building diversity in nonprofit organizations already exist. Achieving Diversity: A Step-by-Step Guide by the Diversity Initiative in Boston, MA, is one such guide. (Sidberry, 2002) gives other resources. A model of a nonprofit organization that successfully increased
The Under-representation of African American Employees • 159 minority representation through active efforts is United Way of America (Lipman, 1999) . It runs leadership development programs for minorities and provides minority, executive mentors for others in line to become managers (Lipman) . For the sake of nonhuman animals and the people who provide humane care, the suggested techniques and models for increasing diversity could be, and should be, adopted by all animal welfare organizations.
